INTRODUCTION
tics of the labor supply and race-and sex-linked considerations that affect an employer's hiring practices. Although we drew on this scholarship-especially research on the determinants of occupational or job segregation-to identify important causal factors, our review is limited to research on establishments.
Composition of the Labor Pools
The sex and race composition of establishments that are indifferent to a worker's race and sex and that use sex-and race-neutral recruitment methods should be roughly proportional to that of the supply of qualified workers in the labor pool. All else being equal, the larger a group's share of the qualified labor supply, the more of its members firms will employ. The larger the establishment relative to the size of the labor pool, the more its composition will depend on the composition of the labor supply (Szafran 1982 :182, Cohn 1985 .
The labor pools from which establishments hire may be the local or regional labor market, the establishment's industry, or the labor markets for the occupations that the establishment draws on, so the sex and race composition of these entities will influence an establishment's composition.1 For example, an establishment's proximity to African American populations affects the likelihood of blacks applying for employment in that firm and the firm's likelihood of employing them (Holzer 1996:91) . Among small-to medium-sized establishments, the more female-intensive the industry, the greater women's share of the jobs (Carrington & Troske 1994:521-23). In a national probability sample of establishments, women's share of full-time jobs in establishments was positively related to their share of jobs in the establishment's industry (r = 0.71; BF Reskin, unpublished data).
To the extent that the skills and credentials of prospective workers vary by sex or race within the pools from which establishments hire or employers mistakenly believe that they do, variation in employers' demand for skills will distribute the sexes and races unevenly across establishments. Skills are not identically distributed by sex and race (Farkas & Vicknair 1996) . School segregation and tracking by race and sex have produced race and sex differences in educational attainment and majors, and hiring discrimination and occupational segregation have generated differences in experience and skills. Differences in the jobs that establishments comprise mean that establishments may differ in the skill levels they seek in workers, so it stands to reason that sex and race differences in skill or experience will affect an establishment's race and 1Geographic location affects an establishment's employment practices by limiting its labor market and serving as a proxy for local customs that affect an employer's hiring practices (Baron 1984:49) . However, regional differences in residential segregation, industrial mix, unionism, employment norms, and cultural attitudes in the institutional community may obscure regional effects of demographic composition (Jones & Rosenfeld 1989:687) . sex composition. Little research exists on how the skills establishments require affect its composition. Surveys of employers indicate that retail and service-sector firms are more likely than manufacturing and public-service establishments to exclude black men (by making personality and appearance job qualifications) (Moss & Tilly 1996:260; P Moss & C Tilly, unpublished data). In addition, firms in four urban labor markets that required general experience were less likely to employ black females than those that did not require general experience, and requiring the use of arithmetic or computers reduced the likelihood of employing black males (Holzer 1996 :100-1).2 We know almost nothing about what factors lead firms to require skills that are distributed unequally across the sexes or races.
Statistical Discrimination
The more establishments use race or sex as proxy for an individual's skills, potential productivity, or employment costs-in other words, the more establishments practice statistical discrimination on the basis of race or sex-the more the representation of women and minorities will depart from that of the qualified labor supply (Mittman 1992:16) . A tendency to discriminate statistically will exacerbate the effect of sex or race differences in skills or credentials in a labor pool on an establishment's composition. Small, nonbureaucratized establishments are hypothetically more likely than are large bureaucracies to practice statistical discrimination, because they are less likely to have regular procedures for assessing a worker's qualifications. However, there is no research on what kinds of firms are more likely to practice statistical discrimination or how statistical discrimination affects the sex and race composition of an establishment. 
Hiring Discrimination

Labor Costs and Group Status
Race and sex differences in employment costs and prestige influence the employment of equally productive workers who differ in race or sex, although labor costs are relevant primarily to establishments that face pressures to contain expenses (Reskin 1991:183) . However, establishments that can afford higher-priced white male labor are likely to purchase it because it tends to confer status on the employer. Consistent with this reasoning, the more labor intensive an establishment's activities, the more it should depend on female and minority workers. At the industry level, labor-intensive production technology is associated with the overrepresentation of women (Wallace & Chang 1990: 341). By the same reasoning, the more competitive an establishment's market 6The median small independent establishment is 99% white (Kalleberg et al 1996:55 or the lower its revenues, the greater its incentive to employ workers who customarily work for low pay. The results of three studies support this expectation. First, the higher a restaurant's prices, the more likely serving jobs will be offered to men rather than women (Neumark 1996 Government employers are thought to be more receptive to women and minorities than are private-sector employers, for political reasons. Because the former are obligated to provide equal employment opportunity and because government employment practices are subject to public scrutiny, they should employ relatively more minorities than do private-sector employers. Available 8Title VII of the 1964 Civil Rights Act prohibits sex or race discrimination in establishments with at least 15 workers; an 1866 civil rights law bars race discrimination in employment contracts regardless of establishment size. data indicate that this is the case for minorities but not women (BF Reskin, unpublished data).
Market-Based Incentives
The clientele for an organization's services or products may create a sex-or race-specific demand for workers, especially in establishments in which employees interact with customers (Blum et al Although theorists agree on the importance of composition, they disagree on why or how the sex or race compositions of workplaces affect workers. The heart of their disagreement is over why numerical majorities respond nega10Although formal procedures such as written applications and the verification of educational and criminal records enhanced a firm's likelihood of employing black men, skills tests were more common in high-skilled jobs for which blacks were underrepresented among qualified candidates, and checks on education and criminal record were used to select low-skill workers who were disproportionally black (P Moss & C Tilly, unpublished data).
1 Occupational segregation, because it involves sex-and race-specific occupational specialization, makes intergroup contact especially likely in establishments that include diverse occupations. tively to minorities. Blalock (1956, 1957, 1967) argued that a minority's share of workers in a geographic area (or a labor market) affects majority-group members' behavior. He reasoned that the larger the minority group relative to the majority group, the more threatened the majority group will be, as more minorities mean more competition for the majority group (as well as a greater risk of status contamination through contact with someone from a low-status group and a greater chance of challenge to their customary practices) (see, e.g., Allmendinger & Hackman 1995:426). Although Blalock focused on race composition, his theory should hold for sex composition as well (see, e.g., Cassirer 1996).
Both Kanter (1977) and P Blau (1977) disagreed with Blalock on the effect of minorities' share. Kanter argued that the sex ratio in an organization affects men's perceptions of and reactions to women. Belonging to a numerical minority (under 15%) heightens a group's visibility, thereby subjecting it to stereotyping by the majority group. The majority's perceptual distortions can adversely affect the minority's performance. The greater the minority's representation, however, the more likely the majority is to perceive them realistically and to interact with them without focusing on group differences.
In 1977, P Blau (pp. 78-83) argued that the closer the sizes of the groups (i.e. the more heterogeneous an organization's composition), the less salient group membership is to the in-group and hence the less likely the in-group is to discriminate against the out-group (see also Taylor 1981). All else being equal, the greater the disparity between the sizes of the two groups, the less contact majority group members have with minorities, but the more contact minorities have with members of the majority. The preponderant group responds to this asymmetry, according to Blau, by discouraging contact with the numerical minority group. However, the smaller the disparity in the groups' sizes and, thus, the greater likelihood of interaction, the less likely members of the preponderant group are to avoid interacting with the minority. However, Blau (1994) later recognized that the salience of some statuses are so overarching that it overwhelms the structural effect of relative group size and he acknowledged that sex is such a status (p. 82).
Both Blau and Kanter asserted that the processes through which composition affects interaction and individual workers are invariant, regardless of whether the statistical majority group belongs to the socially dominant or subordinate sex or race. Each assumed that the more equal the groups' share of the workforce, the less salient group membership and the weaker its effects. For this reason, Blau focused on heterogeneity rather than on minority group relative size. In contrast, Blalock (1967) contended that the consequences of composition differ for socially subordinate and socially dominant numerical minority groups because only the socially dominant group enjoys the power to adversely affect groups that pose a competitive threat.
In this section, we review the research on the effects of an organization's sex and race composition on workers' relationships, their job satisfaction, how they are evaluated, their earnings, and their performance. We discuss these topics in the order implied by the causal process through which an organization's composition is thought to matter: the effect on workers, on intergroup relations, and on organizations themselves. Much of this research is based on work groups, not entire organizations. The dynamics reported in this research presumably apply to small establishments, the vast majority of business establishments,12 but probably do not hold for large organizations. shore up the boundaries between themselves and minority groups by focusing on the differences between a minority group and themselves, while ignoring the differences among the minority group members-in other words, by stereotyping persons who belong to numerical minority groups in terms of group membership. Consistent with this expectation, women in maledominated work groups experienced more sex stereotyping than did women in female-dominated groups (Konrad et al 1992:131). In one study, students working on Masters of Business Administration (MBA) degrees were more likely to attribute stereotypically feminine traits to women in an applicant pool when the women numbered fewer than three in eight than when there were at least three (Heilman 1980) .
Effects on Workers
By ascribing to women and racial minorities undesirable characteristics and by blinding evaluators to evidence that would challenge their stereotypes, sex and race stereotyping negatively biases the evaluation of women and minorities (Heilman 1984, Gerber 1989, Foschi et al 1994). Skewed race and sex ratios affect these processes (Nieva & Gutek 1980, Tsui & O'Reilly 1989).
According to a meta-analysis of social psychological research (Kraiger & Ford 1985:61), African Americans were evaluated least favorably in work settings in which their share was small. Research on sex composition shows the same pattern. MBA students participating in an experiment judged women to be less qualified when they were one quarter or less of the applicant pool than when they were at least three eighths of the pool (Heilman 1980 ). In addition, in an analysis of 486 jobs across several firms, the percentage of women in bluecollar and clerical jobs in a given firm was positively related to supervisors' ratings of women's performance, net of women's education and ability, but supervisors' evaluations of blacks were lower than those of whites, regardless of the race composition of the job (Sackett et al 1991:265). According to a study of the evaluation of small groups of promotion candidates at a utility company, group composition affected workers' evaluations on several dimensions (Schmitt & Hill 1977) . The most consistent finding was that the greater white men's share of the group, the more positive were evaluators' assessments of individual white men. However, white men's numbers were negatively related to the evaluation of white women on six of the dimensions, although none of the correlations differed significantly from zero. The number of white women in a group was positively related to the evaluation of black women as forceful and negatively related to evaluators' assessment of their effectiveness at communicating in writing, whereas the more white men there were in a group, the less forceful evaluators viewed black women (Schmitt & Hill, 1977 :263, Table 2).13 However, contrary to predictions by Blau and Kanter about the positive effects of intergroup contact, the amount of interaction male bank managers had with female managers was unrelated to their attitudes toward women managers (Bhatnagar & Swamy 1995:1295).
In sum, although the evidence is mixed, the greater a minority group's representation, the less distorted evaluations tend to be. To the extent that the presence of women and racial minorities threatens white men who respond in ways that distress women and minorities, the greater the proportion of women and minorities in customarily white or male workplaces, the higher turnover rates for all workers. Research partially supports this proposition. In three large organizations, sex heterogeneity was associated with men's, but not women's, intention to leave the organization (Tsui et al Heterogeneity can affect an organization's structure through its impact on the balance of power. To the extent that the majority's perception of threat is directly related to minorities' share of jobs and the majority can shape organizational practices to protect its self-interest, women's or minorities' share of jobs will be negatively related to their outcomes (pay, assignments, promotion, opportunities). Consistent with this reasoning, the percentage of minority workers across establishments was negatively related to the likelihood of promotion for black workers but not white workers ( Groshen (1991: 466-68) found that the greater women's share of workers in establishments, the less all workers earned. In Detroit firms, women's earnings were curvilinearly related to their share ofjobs: In establishments with less than 12% female employees, the correlation was positive, but in establishments with more than 12% female employees it was negative (men's pay was unaffected) (Shenhav & Haberfeld 1992:137) . Also, the earnings of manufacturing workers-especially women-were negatively related to women's share of plant work (Carrington & Troske 1998a:460-62).16 A 1991 study of almost half a million workers employed in more than 28,000 establishments showed that, net of workers' sex and the sex composition of the industry, occupation, and job, the percentage of female employees in an establishment was negatively related to 15The process of differentially evaluating activities depending on their sex or race label must occur for the entity that sets pay. Devaluation occurs at the occupational level because some occupations are labeled as female work. There is almost no empirical evidence of race-based devaluation, presumably because whites so outnumber minorities that occupations are not labeled as minorities' work.
16Kalleberg & van Buren (1994:944) found that an organization's sex heterogeneity was positively related to earnings dispersion, but the percentage of workers that was female had no effect. BENEFITS If white and male workers have more power than women and minorities or are more valued, the more white and male an establishment's workforce, the more fringe benefits the establishment should provide. Empirical research on two national samples of organizations provides mixed support for this expectation. The greater women's share of employment, the less likely employers were to offer personal benefits and bonuses, and the greater the proportion of employees who were not white, the less likely establishments were to offer many personal and family benefits (Knoke 1994:972-75) . However, other analyses of these data showed a curvilinear relationship between women's share of full-time employment and benefits, with the proportion of females positively associated with both conventional and family benefits for establishments whose employees were at least 50% male, and negative for establishments whose employees were over half female (C Deitch & ML Huffman, unpublished data). Whether at least 10% of the establishment's employees were minority did not affect any of the benefits the researchers examined. According to research based on a second sample of establishments, the proportion of employees who were female was positively associated with organizations having work-family programs and-in unionized workplaces-with the likelihood that the organization provided parental leave (Osterman 1995:693) . The proportion of employees who were female did not affect whether a sample of northern Indiana establishments provided childcare benefits (Glass & Fujimoto 1995:400), however.
CONCLUSIONS
We can think of the demographic composition of establishments as both social fact and social structure. As social fact, the race and sex composition of individual establishments is a significant feature of the environment in which em-ployees interact. In the aggregate, an establishment's race and sex composition provides a rough gauge of the extent to which ascribed characteristics segregate the workforce. Moreover, variation in the race and sex composition of establishments that differ on wages, benefits, working conditions, and advancement opportunities provides the opportunity to investigate sex and race stratification in employment.
The writings of P Blau (1977) make the case for viewing demographic composition as social structure. Pfeffer (1991:790) concurred, arguing that an organization's demography constitutes a theoretical and empirical reality whose effects are distinct from the aggregated effects of the behaviors or attitudes of its members (Pfeffer 1983 :303-4) . Scholars can examine the interrelationship between demographic structures and other organizational structures, such as internal labor markets, reward systems, and the like, as well as the structural effect of composition on workers' experiences. Below we summarize what such research has revealed about the determinants and consequences of an organization's sex and race structures. We conclude by recommending a brief research agenda.
Determinants of an Organization's Sex and Race Composition
Research indicates that an establishment's composition is a function of the race and sex composition of the qualified labor supply and that employers affect this supply by the qualifications they impose. Employers' preferences for or aversions to prospective workers on the basis of their sex and race affect an establishment's composition, although these effects are conditional on whether firms are subject to government antidiscrimination and affirmative action regulations. Although, hypothetically, majority group workers' responses to the composition of the labor supply affect their opposition to the employment of racial minorities and women, no establishment-level research has tested this hypothesis. Several studies have confirmed that indicators of the attractiveness of an establishment as an employment setting are negatively related to the share ofjobs women and racial minorities hold, although none has pinpointed the mechanisms underlying this relationship. In general, the more establishments pay, the less likely they are to employ racial minorities and women, and those that have formalized their employment practices are more likely to do so.
Consequences of an Organization's Sex and Race Composition
It is axiomatic in sociology that context affects attitudes and behaviors, and theorists concur that workplace composition is consequential for workers and work organization (Pfeffer 1983 (Pfeffer , 1991 . For example, as Ridgeway & Smith-Lovin (1999) pointed out, situational factors "overdetermine" inequal-ity in male-female interaction. Research confirms the importance of composition for workers and for organizational outcomes, such as performance, hiring and promotion practices, levels of job segregation, and wages and benefits. However, theoretical accounts of the effects of group composition on workers disagree over the underlying mechanisms and the direction of compositional effects. Specifically, they disagree over whether the relationship between outgroups' relative numbers and majority-group resistance is positive or negative, and whether the hypothesized response by the majority group is limited to social majorities or occurs as well among societal minorities (e.g. women) when they constitute a numerical majority in an establishment.
Research on the effects of an organization's sex and race composition on workers' intergroup contacts, cohesion, job satisfaction, and how they are evaluated does not resolve the disagreement. Much of the research on the likelihood of contact, liking, isolation, and stereotyping conforms to Blau's predictions, and research on evaluation bias and stereotyping is consistent with Kanter's theory of tokenism. In contrast, research on intergroup hostility and job satisfaction is generally consistent with Blalock's majority-threat theory. As noted below, however, many studies are preliminary, and there is rarely a set of consistent findings based on well-specified models from which to draw final conclusions.
Future Research
REPLICATION AND EXTENSION Although the topic of an organization's sex and race composition is linked intellectually to that of occupational segregation, the latter constitutes a specialty area with a cohesive body of knowledge that displays considerable consensus on segregation's causes and consequences. In contrast, the research we have reviewed is not a cohesive research area. We drew eclectically on psychology, economics, and management as well as sociology and, within these disciplines, from several specialty areas. Although the empirical results reviewed above are generally consistent with some theory or with a priori conjecture, any general conclusions must be preliminary. Many findings are based on bivariate relationships and hence are starting points, at best, for more systematic study.
CONTINGENT RELATIONSHIPS It seems likely that many of the observed determinants and effects of composition depend on unmeasured organizational characteristics such as firm size, sector (public or private), labor process, workers' interdependency, recruitment methods, and region, among others. For example, Baron & Bielby (1985:239) speculated that larger shifts in sex composition may be required to achieve desegregation in big firms relative to small ones. The results of laboratory experiments, although revealing as to processes, do not incorporate contextual factors that condition the social psychological outcomes in actual work settings. In other words, assessments of the determinants or consequences of an organization's race and sex composition must be based on properly specified models. With a few exceptions, the studies we reviewed either were not designed to examine the causes and consequences of an organization's demographic composition or their designs were inadequate for this purpose.
UNDERLYING CAUSAL MECHANISMS Even for relationships that appear to be robust, the causal processes are uncertain. This is particularly true with respect to the finding that an establishment's proportion of female or minority workers is negatively related to workers' earnings. We know that it is within establishments that employment decisions are made and their consequences are played out; we have yet to determine the causal processes that lead structures to matter for workers and organizations.
LINEARITY OF EFFECTS OF COMPOSITION ON WORKERS Blalock (1967) as-
sumed that the relationship between a racial minority's share and the exclusionary responses of majority group members was negative and linear. In contrast, both Kanter and Blau hypothesized nonlinear relationships. Kanter suggested that when women's share of the work group exceeds a token level, they should encounter less stereotyping and more acceptance as individuals rather than as women, whereas Blau argued that the closer the groups' relative sizes, the less salient its minority status and the less severe the reactions by the majority status group.
Few researchers have tested for threshold effects of composition, and only a few have been observed in the hypothesized direction. These include negative effects of the proportion of women on salaries (Pfeffer & Davis-Blake 1987: 14-15); on orchestral functioning, the quality of relationships between players, and players' job involvement (Allmendinger & Hackman 1995:456-57); on female turnover (Tolbert et al 1995); and on sex stereotyping and the devaluation of female candidates (Heilman 1980) . Research on the effects of organizational demography can uncover the reasons for the negative effects of the presence of women and racial minorities only when they test models that allow threshold effects and, thus, permit them to test competing theories RACE COMPOSITION Even a cursory reading of the reviewed research reveals that the research on race composition is much scantier than that on sex composition. Although medium-to-large organizations express strong concerns with workplace diversity-especially racial and ethnic diversity-little scholarship is available to guide organizations. The extant scholarship focuses either on gender composition or on race composition; we found almost no research that simultaneously takes gender and race into account to examine, for example, what establishment characteristics are associated with the employment of women of color. In addition, we located no establishment-level research that goes beyond black and white in conceptualizing race, although Hispanics' share of the labor force was 84% that of African Americans' in 1996 (US Bureau of the Census 1998: Table 621 ), and responses to Hispanic, Asian, and Native American women and men may differ from those to African American women and men.
As Bielby & Baron (1984) and Davis-Blake (1992) pointed out, an organization's demography is slow to change. However, as labor pools become more heterogeneous, so too will the American workplace. Workers will increasingly encounter members of other sexes, races, and ethnic groups at work. The research reviewed here indicates that increasing gender and racial heterogeneity of organizations is likely to alter intergroup relations among workers and may affect an establishment's performance.17 One consequence is the attention that corporations are giving to concerns related to diversity (Kelly & Dobbin 1998 ). This concern with diversity provides both the opportunity and the need for systematic attention by researchers.
